INTRODUCTION
Since long time ago, religion has been acknowledged as the factor affecting attitudes and human behavior. Max Weber (1930)-a reputable social scientistfor instance, has introduced "the Protestant Ethic" as an inner motive of the European Protestants in creating Industrial Revolution and the rise of capitalism in the Western world. Then, in his widely known theory about the achievement motive, Harvard psychologist, David McClelland also presented that the difference of faith tradition has an implication to the many factors, including motivation (McClelland, 1961; 1965) . More currently, Friedland & Alford (1991) also noted that religion is one of the core institutionalized belief systems in Western society along with capitalist markets, bureaucratic states, democracy, and the nuclear family.
The scholars of public administration have also given a special attention on religious issues in the context of public sector. Effendi (1999) stated that religion is an integral part of the study of public administration, especially in a plural country. Houston, Freeman, & Feldman (2008) found that the government employees generally are more religious and possess less secular behaviors than private workers. Nevertheless, some other scholars have addressed that religiosity tend to be causally associated to several modes of attitudes, behavior, and orientation among individuals in the public workplace (Farmer, 2005; Hula, JacksonElmoore, & Reese, 2007; Lowery, 2005) .
The main problem to investigate religiosity is the difficulty to define religion and religiosity because it contains complex dimensions to define (Cornwall, Albrecht, Cunningham, & Pitcher, 1986; DeJong, Faulkner, & Warland, 1976; Hackney & Sanders, 2003 ). Yet, most scholars agree that religiosity is the reflection or the implementation of the practices of religious faith (Hill et al., 2000; Kenneth I Pargament, 1999) . The concept of religion defined by influential Anthropologist, Clifford Geertz, might have widely accepted. Geertz (1973) argued that religion is a system of symbols which acts to establish powerful, pervasive, and long-lasting moods and motivations in men by formulating conceptions of a general order of existence and clothing these conceptions with such an aura of factuality that the moods and motivations seem uniquely realistic.
The literature of public administration has stressed the relationships between religiosity and various factors in the context of public organization. Overall, the results of prior studies examining religiosity and organizational factors find that the employees who are more religious have more positive motivation to deliver public service (Bisesi & Lidman, 2009; Bruce, 2000; Freeman & Houston, 2010; King, 2007) and have a higher orientation toward job security (Bozeman & Murdock, 2015) . It means religiosity plays important role in creating better public service delivery.
The literature has also discussed the vary of the aspects of religiosity (Egbert, Mickley, & Coeling, 2004; Hill & Hood, 1999; Koenig, Al Zaben, Khalifa, & Al Shohaib, 2015) . It is derived from many dimensions of religious values put into practiced by the people in their social life. Nonetheless, most of the study is conducted in the context of management (Gundolf & Filser, 2013) and psychology (Gorsuch, 1988; Hill & Edwards, 2013) . Surprisingly, there are still limited number of the studies examining this issue in the context of public administration. Hill and Hood (1999) measured and scaled the important dimensions of religiosity by identifying key literatures. They found 125 measurements of religiosity classified into 17 categories, namely beliefs, attitudes, religious orientation, faith development, fundamentalism, attitudes toward death, congregational involve-ment, and satisfaction. Other categories found by them are similar with the classification by Fetzer Institute (1999), such as experiences, meaning, values, forgiveness, practices, coping, support, history, commitment, and preference. Egbert et al. (2004) investigated the measures of religiosity by reviewing some references of several researches in the fields of psychology, sociology, anthropology, nursing, and medicine. Three measures of religiosity have been grouped into several factors, namely extrinsic and intrinsic religiosity (e.g. religious orientation, age universal, and intrinsic religious motivation), spiritual well-being, and religious coping. King & Crowther (2004) also presented existing measures of religiosity. They noted that there are several measures of religiosity, such as religious orientation scale, quest, intrinsic religious motivation, religion, and religious values. Koenig et al. (2015) reviewed the prior literatures about the dimensions of religiosity. They concluded three scales of religiosity, which are single dimension (e.g. attachment to God, daily spiritual experiences, and religious coping), multidimensional scales (e.g. Duke Religion Index, Springfield, Fetzer), and religion specific scales (Muslim, Santosh-Francis, Buddhist) . Unfortunately, the literature reviewed by Koenig et al. (2015) were cited from the measure of religiosity developed in Protestant and Catholic Christian populations. Mahudin, Noor, Dzulkifli, & Janon (2016) designed the measures of religiosity among Muslims based on Islamic perspective (Islam, Iman, and Ihsan) in Malaysia. The final scale yielded one factor with 10 underlying items, for instances strive for both worldly affairs and avoid behavior (Iman), teach the family members the greatness of Allah and remember Allah (Islam) , pleased with what he/she has, and fear of Allah (Ihsan). These measures are in line with Muslim religiosity developed by Krauss, Hamzah, Juhari & Abd. Hamid (2005) , namely Islamic worldview and religious personality.
In the present study, we sought to identify and rank the factors affecting employees' religiosity. Accordingly, the aim of this study is to examine the factors affecting employees' religiosity and rank the factors affecting employees' religiosity in the context of public workplace. The public servants of the Government of Kepulauan Riau Province are chosen to provide the proper findings and expand the existing study stream contexts.
The recent study specifically contributes to the literature of public administration in three ways. First, this study focused on the crucial factors affecting employees' religiosity where it still has little pay attention by previous research. The previous work focused on examining the influence of religiosity on various variable in organizational setting (Sood & Nasu, 1995; Tracey, 2012) . Second, this study provides new perspective on the study of religiosity in the context of public organization because it examines the employees' religiosity in the setting of public workplace. There are still little attention of the scholars of public administration in employing the study of religiosity in the context of public workplace (Cunningham, 2005; deHaven-Smith, 2003; King, 2007) . Lastly, the recent study use factor and rank analyses in incorporating employees' religiosity. It can enrich the methodological perspective of the study of religiosity because the prior work mostly use regression analysis (Weaver et al., 2002; Weaver, Flannelly, Garbarino, Figley, & Flannelly, 2003) .
In attempting to accomplish the objective of the study, we first address the literature of religiosity. Second, the relevant literature and theories from management and organization studies are briefly reviewed to develop and present the potential factors affecting religiosity among the public servants. Research methods is then followed. Finally, the implications to the body of knowledge and conclusions are presented. Wang & Yuan (2011) , in this study, we used two stages to formulate the crucial factors affecting employees' religiosity, namely literature review and questionnaire, presented in Figure 1 . At the last stage, questionnaire was distributed as an appropriate procedure for collecting quantitative data. The questionnaire consisted of two sections. The first section contained the general informations about the respondents. The second section consisted of 26 potential factors affecting employees' religiosity. The theoretical factors used in this study were adapted from the previous research (Chadwick & Top, 1993; Delaney, Miller, & Bisono , 2013; Hill & Hood, 1999; Hyman & Handal, 2006; Mahudin et al., 2016) .
RESEARCH METHODS

Following
The 5-point Likert scale ranging from strongly disagree (1) to strongly agree (5) was employed in this study because it used to commonly used in the behavioral research (MacKenzie, Podsakoff, & Podsakoff, 2011) . The data to be presented here were gathered from 262 respondent come from 32 organizations in the Government of Kepulauan Riau Province. The number of sample was chosen from 349 of the total of population using Cochcran's (1962) formula. Thus, the response rate of this study was 75.07%.
In this study, we used rank and factor analyses by using SPSS 23.0 to find out the crucial factor affecting religiosity among the employees. Rank analysis was employed to rank the crucial factors affecting employees' religiosity. Factor analysis was a statistical method useful to verify and classify a large number of variables into the important dimensions (Hair Jr., Black, Babin, & Anderson, 2010; Thompson, 2004) .
Before processing factor analysis, several tests were required to determine the appropriateness of the factor analysis for factor extraction, which are the values of the Kaiser-Meyer-Olkin (KMO), the Barlet Test of Sphericity (BTS), and Measures of Sampling Adequacy (MSA). First, all items could be analyzed if the value of KMO was .5 or greater (Kaiser, 1974) . Second, the value of BTS was higher than 
Aims
Step 2 Questionnaire Collecting data to quantitatively rank the factors affecting religiosity of the public servants; furthermore, critical factors are identified according to their ranking values Development in-depth understandings about: (a) dimensions of religiosity, and (b) indicators of religiosity Table 1 . Description of Factors in the Questionnaire Source: Developed from Cornwall et al.,1986; Chadwick & Top,1993; Delaney, Miller, & Bisono , 2013 No Factors Description
REL01
Belief on the God Belief on the existence of the God, the power and the role of the God in arranging the life in the world REL02
Belief the life after death Belief that the human will be death and responsible their action during the world REL03
Religious events Activity related to the general religious faith
REL04
Belief on the scripture Belief that the scripture is the words of the God and the truth of the content
REL05
Private religious practice Always pray routinely to the God
REL06
Reading the scripture Reading the scripture and understanding the meaning of each verse REL07
Belief on the punishment of the God Belief that the good action will be paid with the good, and vice versa REL08
Alms activity Giving an alms, religious meals, and etc to poor
REL09
Reading the religious books Reading religious books and magazines
REL10
Social environment Always comfortable with the people in their social environment REL11
Belief on the apocalypse Belief that the apocalypse will be happen REL12 Belief the power of the God Belief that the God will answer prayers and give the best for the slave REL13
God blesses for their righteousness God will bless the people doing the righteousness and help them REL14
Belief the existence of Satan Belief that Satan is exist and always misleading the human REL15
Praying before conducting activity Always pray to the God in conducting every working activities (before and after) REL16
Family religious activity Family member always implement religious faith REL17 Requesting only to the God Pray to the God to achieve their willing REL18 Family praying activity Family member is always routine worship
REL19
Religious environment Conditions of social environment (at home and workplace) REL20 Acceptance in social environment Response of the others to him/her at social environment REL21
Feeling at the worship place Attitude or behavior of the others toward him/her at the worship place 1320.796 and the associated significance level was small (p=.000). It means the correlation matrix was not identity matrix. The last one, the value of MSA was higher than .3 (Tabachnick & Fidell, 2007) .
RESULTS AND DISCUSSION
Descriptive Statistics
As a first step, we present the demographic background of the participants of this study. From the responses received, only 262 were revealed to be valid for analysis. Table 2 presents the demographic data. Female represented 50.4% of the respondents, which is not surprising because female population is growing up in Indonesian civil service (Muljono, 2013; Oey-Gardiner, 2002) . The age group most represented in the survey was 31-40 years of age (40.7%). Approximately 37.8% of respondents indicated that they have work for 5 years. Majority of the respondent was a permanent employee. The largest educational background group was undergraduate (52%). The findings of the study can be generalized to the Government of Kepulauan Riau Province but it was not representative for total government employees of local governments in Indonesia. Thus, the results of this study can be interpreted with caution.
Ranking of the Factors
The purpose of this part is to identify the important factors affecting employees' religiosity. The level of importance of each factor is determined by the mean and standard deviation derived from the total sample. The one with the lower standard deviation is chosen as more important factor if two or more factors have the same mean value. A criteria is set in this study to identify these factors. It is useful to assess the factors with relatively high mean values indicating higher impacts in religiosity. The critical factors af- Table 3 .
In Table 3 , we can see that there are 16 factors among 21 factors generating a mean value of greater than .044. They are decided as critical factors affecting employees' religiosity. The top-four critical factors are "family religious activity", "belief the life after death", "belief the power of the God", and "alms activity" because their mean value are above .046. From the results, it also can be analyzed that there are only 4 factors related to non-personal belief, while the others depend on employees' personal belief system. These findings strengthen the conclusion that personal belief system plays an important role in affecting employees' religiosity at the public workplace.
"Family religious activity" takes the first position based on the research results, with .049 of mean value. It is wondrous result because the previous studies always placed belief on the God as the first critical factor (Chadwick & Top, 1993; Hill & Hood, 1999; Hyman & Handal, 2006 ). Yet, in our study, family religious activity become the first important factor affecting employees' religiosity. It related to the practices of religious belief implemented by family members of the employee, such as prayer together. Hence, implementing religious belief by the family member influences employees' religiosity.
The second critical factor affecting employees' religiosity is "belief the life after death" (mean value: .047). This result is in line with some prior studies (Mahudin et al., 2016; O'Connell, 1975) . Those employees who belief that there is the life after death have a belief on the afterlife. The afterlife is believed as the immortal life. Religiosity make the people to belief that the life in the world is only for a while (Peterson & Greil, 1990) . This believing encourages employees' behaviors and attitudes in the workplace. The believing that there is the life after death drives the employees to avoid various mistakes. They believe that it can make their life difficult in the afterlife. Thus, the life in the afterlife is determined by their behaviors in the world. As a factor related to personal belief system, "belief the power of the God" was ranked the third place (mean value: .047) among all necessary factors. The result is similar with the findings provided by Westerman, Whitaker, & Hardesty (2013) concluding that belief in God is a predicted factor to personal values in the workplace. The public servants believing the power of the God occasionally have a strong commitment to the public interest in their worklife. They have an empathy and compassion to the public. Religiosity encompasses their effort to do the best in their job.
It is also to be noticed that 5 factors in the list, typically including "requesting only to the God", "praying before conducting acitivity", "belief on the punishment of the God", "God blesses for their righteousness", and "belief on the apocalypse", are implementation of religious belief. The finding confirms the study of Delaney et al. (2013) on American Psychologists finding that most psychologists always pray to the God. In practical terms, the belief of the God have to be implemented in religious activities, such as praying to the God. The employees can pray before and after beginning their activities. It aims to expect the directions from the God. By praying, the employees try to encloser themselves to the God.
"Belief on the scripture", "reading the religious books", "religious events", reading the scripture, and "family praying activity" are non-personal belief gaining lower rank than personal belief system factors. It is also surprising to be explored, although many non-personal belief, including related factors have been categorized as important factors (Hoge, 1972; Wilkes, Burnett, & Howell, 1986) , it is ranked fairly low in our study in terms of its influence on employees' religiosity (mean value: .044-.045). Based on the survey result, majority of the respondent (82%) never obtained formally religious education. Probably, the employees try to enhance their religious belief by understanding secondary sources, for instances religious books or magazines, religious events, and praying together with their family.
Factor Analysis of the Important Factors
As suggested by Hair, et al. (2010) , we used factor analysis to overcome the problem of analyzing the structure of the correlations among a large number of variables, such as test scores and questionnaire responses, by defining a set of common underlying dimensions decided as the factors. To analyze the groupings might be exist among the critical factors, this statistical technique was utilized in this study.
Based on the critical factors involved in each group, the five components can be renamed as: (1) personal belief system, (2) implementing religious belief, (3) family religiousness, (4) religious practices, and (5) belief on the death. "Personal belief system" component has more items than other components in this study. It consists of "God blesses for their righteousness", "belief on the punishment of the God", "belief on the apocalypse", "alms activity", "reading the religious books", and "belief the power of the God" related to the "hard" strength of an employee. This component accounts for 25.02% of the total variance (Table 5) . Some scholars name the component as intrinsic religiousness (Donahue, 1985a (Donahue, , 1985b Gorsuch & McPherson, 1989) .
God blesses for their righteousness, belief on the punishment of the God, belief on the apocalypse, alms activity, reading the religious books, and belief the power of the God are related to personal belief system. A high loading associated with this component is "God blesses for their righteousness" item, with .777 of the value of significance (Table 4) . When the employees obtain the bless of the God, they have the believing that it is an impact of their righteousness. This is a crucial factor for employees' religiosity.
"Implementing religious belief" is the second component affecting employees' religiosity. There are five critical fac- tors in this component: "feeling at the worship place", "praying before conducting acitivity", "reading the scripture", "family religious activity", and "religious environment". This component accounts for 18.14% of the total variance explained among all critical factors (Table 5) . Employees' always try to implement the religious belief in their workplace (GarciaZamor, 2003; Lewis & Geroy, 2000) . It related to the parctice of religious belief in real world. The employees with high religious level have a higher motivation to implement their belief.
"Family religiousness" component has two components, namely "belief on the scripture" and "family praying activity". Family religiousness affects behavior and attitude of the employees in the workplace. It means employees' attitude absolutely depend on religious environment in their family. Employees with highly religious family will have positive attitude and behavior. This study shows that this component accounts for 7.47% of the total variance explained among all critical factors (Table 5) .
Family praying activity (table 4: significance .737) can greatly effect employees' religiosity. According to Dollahite & Marks (2009) one of the religious process in the family is resolving conflict with prayer, repentance, and forgiveness. Prayer is an instrument to solve the vary of the problems faced by the employees, such as conflict, over loaded, and inequality payment.
"Religious practices" component contructs 2 items, including "religious events" and "requesting only to the God". This component accounts for 6.37% of the total variance explained among all critical factors (see Table 5 ). The employees always apply religious practices in their life, for instance praying five times regularly and pray to the God. Religious employees are the employee slightly conducting religious practices.
"Belief on the death" component has only one item, namely "belief the life after death". This component contributes for 6.25% of the total variance explained in the critical factor analysis (Table 5 ). This indicates that belief the life after death become an important role in affecting emploees' religiosity. Eventhough this factor is ranked relatively lower than other critical factors discussed previously, it also plays an important role in influencing employees' religiosity in the Indonesian local government. This study offers several implications. From the theoretical side, our study contribute to accomplish the literature of public administration. First, this study offers an important understanding of what drives employees' religiosity in the context of public organization religiosity. Some prior researchs have identified several dimensions and items of religiosity (e.g. Koenig et al., 2015; Mahudin et al., 2016; Voas, McAndrew, & Storm, 2013) , but they had not yet identify and rank the crucial factors affecting employees' religiosity. Second, this study employed rank and factor analysis by using statistical package in measuring the crucial factors affecting employees' religiosity. Finally, this study also offers valuable insights in human resources management literature in an understudied Indonesian context (Bennington & Habir, 2003) .
In terms of the methodological perspective, this study adds the existing literature because it used rank and factor analyses. Although the prior research are mostly quantitative (Benefiel, Fry, & Geigle, 2014) , they had not used rank and factor analyses yet. Majority of the study employed correlation or regression method. The method measured how strong the independent variable influenced employees' religiosity.
From a practical point of view, this study is also worthwhile to the manager in the public sector organizations. The identified factors affecting employees' religiosity in the present study should assist the managers to develop the religious faith in the public organizations. It can enhance positive individual behavior in the public workplace, including creativity, commitment, and performance (Cash & Gray, 2000; Day, 2005; Osman-Gani, Hashim, & Ismail, 2012) . However, managers should also expand other various dimensions because the dimensions identified in this study might not be exhaustive.
As the first study about religiosity at the public workplace in Indonesia, we realize that this study has several limitations. Therefore, we will present the limitations of the study. First, we used various factors of religiosity come from Western literature and philosophy. It can bring in a serious debate because it is sometimes inappropriate to generalize the religiosity in the context of Indonesian which is the one of largest Muslim country in the world. Due to come from Western social scientific approaches, it is insufficient to explore Islamic faith (Ghorbani, Watson, & Khan, 2007; Murken & Shah, 2002) because the differences of social and cultural context can generate different stripe of religiosity (Hill & Pargament, 2003) .
Second, the present study use quantitative approach by using survey. It is only a continuance of prior research of this issue because most previous studies have used quantitative approach (Miller & Teel, 2011; Weaver, Flannelly, Flannelly, Koenig, & Larson, 1998; Weaver et al., 2003) . Thus, the future studies should consider not only different approach but also multi-perspective to identify the crucial factors affecting employees' religiosity, in particular qualitative or mixedmethod. Might the further research should apply the integrating between social-scientific and philosophical perspective as provided by Benefiel (2005) .
Lastly, the current study is limited in the context of Indonesian public sector. It can not represent the different context of the worldwide because the result only represent the Government of Kepulauan Rau Province. The findings of this study provide a basic framework to identify employees' religiosity in the context of Indonesian public workplace. It can not be expanded in the context of other public administrations.
CONCLUSION
Various dimensions have examined and received as the predominant factors of religiosity designed to be a generic dimensions, especially in the context of business organizations. The present study examines the crucial factors affecting employees' religiosity in the context of Indonesian public organization. As a result, there are 16 important factors from 21 crucial factors affecting employees' religiosity. It groups into 5 components, including "personal belief system" (component 1), "implementing religious belief" (component 2), "family religiousness" (component 3), "religious practices" (component 4), and "belief on the death" (component 5). This study provides worthy directions to the academics and practitioners in developing and utilizing factors affecting employees' religiosity. 
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